In their 1997 green paper on teniary education the Ministry of Education said, "to 
The skills of the labour force are an influencing factor in the growth of a country's productivity. A report from the Organisation for Economic Co-operation and Development (OECD) 1 published in 1996 suggested that the low productivity growth in New Zealand during the 1980's could be a result of the relatively low vocational ski11s of the labourforce. More recently, the Ministry ofEducation's 1997 green paper on tertiary education included the comment that "To ensure our prosperity New Zealand needs to be a 'learning society' recognising the importance for all of our people to continue to develop new skills and knowledge throughout a person's lifetime.'~2 Analysis by overseas researchers (eg. Lynch, 1995) has shown that for the individual, participation in education and training can enhance their work skills, reduce their probability of becoming unemployed, and increase their earnings potential. Increased education and training has been acknowledged as one of the solutions to wage inequality. 3 However, in New Zealand, there is surprisingly little information and analysis available on education and trainingparticularly given the importance that has been placed on having an educated and adaptable workforce. Some information is collected from those enrolled in study towards formal educational qualifications, including vocational qualifications. The five yearly Population Census enables some analysis of the income differentials for those with qualifications (for example Maani 1998). There is, however, little available information on other forms human capital development.
One of the few sources of information on education and training is the Education and Training Survey (ETS), conducted in the September 1996 quarter. Tills is the only survey of this kind ever to be conducted in New Zealand. The ETS was conducted as a supplement to the Household Labour Force Survey (HLFS). All respondents participating in the HLFS and between 15 and 64 years of age were eligible to respond to the ETS. The sample size of the ETS was approximately 22,250 people.
The ETS asked people about their panicipation in education and employment-related training in the 12-months immediately prior to the survey date. Amongst other subjects, information was collected on the reasons for participation in education and training, the barriers to education and training, and expected outcomes from undertaking education and training. This survey provides a useful insight into the characteristics of those who did and did not participate in education and training . This paper uses information from the ETS to explore these aspects of education and training in more detail. Unless otherwise stated this analysis looks only at the labour force; that is, peopl e who were either employed or unemployed in the week before they were surveyed. Focusing only on the labour force allows the analysis to look specifically at the impact of education and training on the individual 's labour market status. The labour force status 4 used in this analysis is that of the respondent at the time they were surveyed, while the education and training discussed is that undertaken in the twelve months prior to the time the re- • An educational qualification is defined as an award for attainment of a formally recognised qualification from a recognised provider. It equips the learner with skills or knowledge that can be identified in terms of the standard attained and the field to which it relates. A formally recognised qualification is one which is assessed under the auspices of the New Zealand Qualifications Authority (NZQA) or awarded overseas by a recognised authority.
• In-house training is that organised by an employer primarily to meet the needs of its own employees, is conducted in-house or externally, and is delivered by the company's own employees or external training providers.
• External training covers all other employment-related training for the employed and unemployed. spondent was interviewed. Therefore, it is possible that the individual's labour force status may have changed between participating in education and training and completing the survey.
The first section of this paper looks at the characteristics of those participating in education and training, while the second section looks at the difficulties that prevent people from participating in education and training and lhe support provided for some panicipants. Finally, this paper discusses people's reasons for participation and provides some insights into the labour market outcomes from panicipation in education and training.
Characteristics of education and training participants
The ETS tells us that 42.2 percent of the labour force, or approximately 752,300 people, were involved in education and training in the year to the September quarter 1996. The participation rate for the employed was slightly higher lhan that for the unemployed; 42.5 and 37.0 percent respectively. There were also differences in the education and training participation rates by sex with 40.4 percent of males and 44.4 percent of females participating in education and training. These results are shown in Table 2 .
The ETS tells us that education and training involved just under half of the labour force, or approximately 752,300 people, in the year to the September 1996. The participation rate for the employed was slightly higher than that for the unemployed; 42.5 and37.0percent respectively. There were also differences in the education and training participation rates for males and females with 40.4 and 44.4 percent respectively.
An estimated 13.6 percent of the labour force (or 232,700 people) were involved in some form of study towards an The industry classification was split in a similar manner, using the New Zealand Standard Industrial Classification 1987 (NZSIC87). The 'service ' industries group includes wholesale and retail trade, restaurants and hotels; transport, storage and communication; business and financial services; and community, social and personal services. The 'production' industry group includes agriculture, hunting, forestry and fishing; mining and quarrying; manufacturing; electricity, gas and water; and consouction. Throughout the rest of this paper, industry and occupational groups are referred to using the above names.
Educational qualifications Table 3 contains the coefficients and significance for the explanatory variables in the first logistic regression model fitted.
The equation shows that participants in study towards an educational qualification were most likely to be studying for their first qualification, be under 30 and have one or more years of post-school education. This is not surprising as it supports Census data showing that only a small proportion of the population has more than one qualification. The traditional pattern of moving from school to study for another educational qualification would explain why there are very high participation rates for those under 30. The highest participation rate was for those in the 20-24 years age group, with 36.1 percent studying towards some form of qualification.
The most common qualification level to be working towards also differed by age. Of those aged 15-19 years, the most common post-school education qualification was a bachelor degree, studied for by 7.0 percent of the labour force. In the 20-24 years age group, 17.4 percent of the labour force were studying towards a bachelor degree. The most common qualification srudied for by members of the labour force between 25 and 54, was an advanced vocational qualification. For example, an undergraduate diploma/certificate, New Zealand Certificate, or a national diploma, 31,500 people or 1.7 percent of the labour force were studying for this qualification.
Age is also useful in explaining the result in table three which implies that those in the New Zealand Maori and Pacific Island ethnic groups were 1.3 times more likely to participate in study towards an educational qualification. The survey tells us that 44.7 percent of the labour force in the New Zealand Maori and Pacific Island ethnic groups were between 15 and 29 years of age. This can be compared with 30.6 percent of those in the New Zealand European!Pakeba ethnic group in this age group. Therefore, the apparent difference may be a reflection of their differing age suuctures.
The first regression equation also showed that participants in study towards an educational qualification were more likely to be working part-time (fewer than 30 hours per week) and have been with their current employer for fewer than five years. This is most likely because a large number of students find part-time work to support themselves while they are studying.
For the second logistic regression the focus was on the probability of someone studying full time towards an educational qualification, as opposed to studying part time. The details of this regression equation are shown in Table 4 .
Results from this regression are consistent with results from the first regression model fined. Those in the labour force under 30 years of age were 6.0 times more likely than those aged 30 years or over to have srudied fu ll time for an educational qualification in the year to September 1996. Not surprisingly, part-time workers were 5.2times more likely to be engaged in. full time study than full-time workers.
In-house training
Unlike study towards an educational qualification, the third logistic regression model showed that people who had been with their current employer for five or more years were 1.2 tim~s more likely to have participated in in-house training than those who had been in the same position for less than five years. As shown in Table 5 , those people earning more than $39,000 per year were 1.6 times more likely to have participated in in-house training than people earning $39,000 or less. 
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Source: Statistics New Zealand Education and Training Survey
Higher salaries nonnally accompany age and experience, so it is not unexpected that people aged 30 years and over were 1.4 times more likely to have participated in in-house training than those in the younger age group. Full-time employees were also more likely to have participated in in-house training than pan-time employees.
Approximately 60.6 percent of full-time employees were employed in the clerica1/trades occupation group, according to the 1996 Census. Employees in these occupations were over twice as likely to have participated in in-house training than those in the managerial/professional occupation group . Additionally, the clericaVtrades occupation One interesting result from this regression was that a person from outside the Auckland, Wellington and Christchurch regional council areas was 1.2 times more likely to participate in in-house training than someone from a major urban area, although the limitations of the analysis precluded a more detailed examination across a wide range of geographical areas. It is possible that this regional variation in training is due to the different industry make up of the regions.
People born in New Zealand were 1.2 times more likely to participate in in-house training than those born outside of New Zealand.
External training
External training includes employees, the self-employed and the unemployed. This has had an impact on the number of significant variables in the regression equation, as shown in Table 6 . However, the employed still made up the vast majority of people who did external training (94.0 percent or 238,000 people) and therefore had the biggest influence on the regression results.
Amongst those in employment, people employed in the service industry group were 1.4 times more likely to have participated in external training than those in the production industry group. The service industry group was the largest industry group at the time of the 1996 Census, accounting for 1,032,156 people or 67.5 percent of the employed.
As with in-house training, females were 1.3 times more likely than males to attend external training.
Barriers and support for education and training
Barriers
People may be prevented from participating in education and training for a number of reasons. The ETS asked respondents if there were any courses they wanted to go on to improve their job skills -but didn't, and if so, what prevented them from going on that course. Respondents were asked to select as many barriers as were relevant from a list including: 'time', 'cost', 'transport or location', 'disability', 'childcare', 'other family responsibilities', 'lack of employer support', 'lack of English', 'other', and 'no difficulty'.
Just over one-third (34.0 percent) of the unemployed said that there was a course they wanted to do to improve their job skills but did not, while slightly less of the employed (24.3 percent) had courses they would like to have participated in. The most common barrier for these people was 'time', selected by 249,700 people, or 56.2 percent. One or both of 'chlldcare' or 'other family responsibilities' were selected as barriers by 15.7 percent of those who desired education or training. This is shown in Table 7 . For those who did participate, the biggest barrier that people studying towards an educational qualification had to overcome was 'time', selected by 95,900 people (41.2 percent of participants). Other significant barriers for people studying towards an educational qualification were 'cost', selected by 86,000 people (37 .0 percent); and 'transport or location', selected by 36,500 people or 15.7 percent of those studying towards an educational qualification. 'Childcare' and 'other family responsibilities' were selected as barriers by 9.4 and 13.9 percent of female participants respectively. One-third of participants in education, or 78,500 people, said that they had 'no difficulty'.
Given that in-house training is provided by the employer and often in work time, it is not surprising that there were relatively few barriers selected by participants, with 260,300 people (76.3 percent) selecting 'no difficulty'. 'Cost' was selected as a barrier by 12,600people, or 3.7 percent of inhouse training participants. 'Time' was the most commonly selected barrier to in-house training, selected by 50,400 people or 14.8 percent of participants.
'Childcare' and 'family responsibilities' were selected less often as barriers for in-house training participants (6.2 and 4.7 percent respectively). This could be due to the different characteristics of in-house training participants, discussed External training participants also had relatively few barriers, with 154,100 people, or 60.9 percent, having no difficulty attending. For those who did select barriers, 59,700 people (23.5 percent) selected 'time' while 'cost' was selected by 29,000 people or 11.4 percent of participants. The high proportion of employed participants in external training is reflected in the relatively low proportion of people who had difficulty participating. As with in-house training, this was because they were receiving support from their employers.
Support
For some people, participation in education and training was made much easier by employer support. The level of support provided by employers for participation in education and external training varied by salary, occupation, length of time with the employer and whether it was education or external training. In-house training is provided by the employer, and therefore, by definition the employee is supported to attend. While it is possible that demographic characteristics may also have had an impact on support for education and training, these are not covered in this paper. There was a relationship between the amount of support provided by the employers and the salary of participants involved in study towards an educational qualification. Just 14.0 percent of those earning under $14,000 received support from their employer, and the majority of hat support was ' payment for fees or materials'. At the other end of the salary scale, 69.0 percent of those whose annual salary was over $39,000 received support to study. The most common support provided in this situation was also 'payment for fees or materials'.
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Length of time with the employer showed a similar trend. Amongst those wage and salary earners who had been with their employer less than 6 months, just 14.5 percent received support. In comparison, 64.3 percent of those who had been with their employer 10 years or more received support.
'Payments for fees or materials' were made by employers for 20.0 percent of people who had been with their firm for fewer than six months and were studying towards an educational qualification. The proportion of employees receiving support increased with the length of time with the employer. The majority of those studying who had been with their employer for five years or more received assistance through either 'payment for fees and materials' or 'paid leave' from work.
In the case of external training, the most common type of support from employers was 'payment for fees or materials' or 'paid leave'. Unlike study for educational qualifications the length of time the employee had been with the firm did not have a significant effect on the amount of support external training participants received. However, salary did have a significant effect on the amount of support, with 88.0 percent of those earning over $39,000 receiving support, compared with 39.9 percent of those earning under $14,000. This may be a reflection of the earlier finding that pan-time employees are less likely to participate in external training.
Section Three -labour market outcomes from education and training
Reasons for participation in education and training
Participation in education and training may last for more than one year, particularly for study towards a qualification. For this reason it was not possible to ask people what happened as a result of participation in education and training in the ETS. However, respondents were asked about their reasons for participating. In addition, all respondents regardless of their participation in education and training, were asked about their expected training and labour market outcomes in the following 12-months. Non-participants were asked their opinion on the labour market outcomes of education and training. Respondents were asked to select as many answers as applicable from a list of: 'further training or qualifications', 'get a job or a different job', 'improve job skills', 'different tasks in job', 'pay rise or promotion ', and 'none of the above'.
The majority of the labour force participating in study towards an educational qualification did so for reasons of 'further training or qualifications'. A combination of one or more of ' improve job skills', 'get a job or a different job' and 'further training or qualifications' were selected by 95. 1 percent of those studying towards an educational qualification.
The three most common reasons for participation in inhouse training were to 'improve job skills', 'further training or qualifications' and because the training was 'compulsory '. Most participants (99.4 percent or 339,400 people) undertook in-house training for at least one reason out of 'compulsory', 'improve job skills', and 'further training or qualifications'.
By definition , respondents who participated in external training did so to 'improve their job skills'. In addition to this, the most common reason for participation in external training was to do 'further training or qualifications'. It is interesting to note that just 3.6 percent of external training participants undenook training to 'get a pay rise '. 1b.is compares to 9.9 percent and 4.2 percent for education and inhouse training respectively.
All respondents, regardless of whether they participated in education or training, were asked about their expected labour market and training outcomes in the next 12-months. The idea behind this question was to see if there were differences in expectations between those who did and did not participate. 'Further training or qualifications' were selected by 545,200 people, or 72.5 percent of those who had participated in education and or training in the previous year, while 473,600 people thought education and training would 'improve their job skills'. In comparison, for those who did not participate in education and training, just 18.0 percent (458,200 people) thought that they would 'improve job skills' in the next 12-months.
Gross flows
The HLFS was not designed to be a longi tudinal survey however, because respondents are in the survey for eight consecutive quarters, it is possible to conduct some longitudinal gross flows analysis of those who participated in the ETS. The analysis presented here followed EfS respondents from September 1996 to March 1997. This ana1y-sis provides some indicative results bearing in mind the foll owing caveats:
It is possible that at the time respondents were interviewed, they may not have completed their education and training.
The theoretical 6/Sths gross flows match between a September and a March quarter is never achieved because respondents leave the survey if they move house or die and enter the survey if they turn 15. This means that the matched sample used for gross fl ows analysis is biased slightly.
The March quarter used in this analysis is very seasonal, because of the large number of students working or looking for work at that time.
The HLFS does not measure movement between jobs for people who are employed. Therefore it is not possible to measure if employed people changed their job as a result of participation in education and training.
Bearing these caveats in mind, the followin g gross fl ows analysis looks at the transition probabilities for two groups; those not employed (i .e. the unemployed and those not in the labour force) and the employed.
The probability of shifting from a state of not being employed to one of being employed was higher for those who had studied towards a qualification compared with those who had not studied in the previous year (0 .28 versus 0.15 respectively). The probability for a male who had not studied for a qualification to move from being not employed to being employed was 0.19. This compared with 0.33 for those who had studied towards a qualification. The same probabilities for females were 0.14 and 0.23 respecti vely.
In the case of external training, those who had participated had a 0.25 percent probability of moving from being not employed to being employed, while those who had not panicipated had a 0.17 percent probability of making the same transition. The probability of moving from not being employed to being employed was higher for both males and females as a result of participation in external training. The difference was more marked for females than males. For males the probability of moving into employment was 0.21 for those who had not participated, compared with 0.29 for those who had. For females the same probabilities were 0.15 and 0.23 respectively.
Conclusion
The information collected in the ETS has provided a valuab le insight to the characteristics of education and training panicipants in the labour force (and the working-age population). From this analysis we know that nearly half of the New Zealand labour force participated in some form of education and training in the year to September 1996.
Those who participated in education were very different to those who participated in training. The former tend to be young, working part-time, have less history with their employer and are earning less. The latter tend to be older, more established in their jobs, have been with their employer for five years or more and on a relatively higher salary.
These characteristics are reflected in the barriers and support for education and training which showed that those studying towards an educational qualification were more likely to indicate that they had experienced some difficu lty. 'Time' and 'cost' proved to be the biggest barriers in this case.
Future research
The Education and Training Survey was a one-off survey conducted by Statistics New Zealand. While it provided a large amount of useful information, there are no funher
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surveys planned. The Longitudinal Survey of Income Dynamics, currently in the development stages within Statistics New Zealand, may provide information on educational qualifications, and changes in educational qualifications, if it carries through to implementation phase.
Further study on the long-term effects of education and training on individuals would be valuable. In the case of education, this should be possible through the Longitudinal Survey. Unfortunately, the Longitudinal Survey will not cover training-leaving an infonnation gap on topics such as participation rates, the characteristics of participants, outcomes from training and changes trends over time.
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